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論 文 内 容 の 要 旨 
 
In today’s highly competitive labour market, labour is seen as one of the most important assets 
contributing to the success of an organization. Nonetheless, literature and studies focusing on 
low-skilled workers are rather sparse and little focus has been placed on how these low-skilled 
workers can be understood and motivated most effectively and efficiently. In labour-intensive 
industries, in which low-skilled workers are the main production factor, high employee turnover is a 
common phenomenon and many questions arise concerning how companies can retain their lowskilled 
workers, especially those with high potential. Due to low-skilled workers’ limited skills, education 
and competence, there is a limit to how much the company can offer as an incentive to stay. In 
addition, owing in part to the small number of studies aimed at low-skilled workers, there might be a 
mismatch between what managers believe their low-skilled workers will find motivating and what the 
low-skilled workers in fact deem most attractive. Therefore, this dissertation provides an empirical 
test of selected well-known motivational theories on low-skilled workers using the case of migrant 
workers from Myanmar in Thailand with a view to gaining greater understanding of low-skilled 
workers’ attitudes and recommending management strategies based on the findings. This dissertation 
also touches on the importance of organizations understanding and motivating the lowskilled 
workforce and explains the implications of motivation theory for developing and enhancing employee 
satisfaction and improving employees’ level of commitment. 
 
In the field of human resource management, workers are a complex group of individuals who can be 
studied from many different perspectives and are motivated and react differently based on individual 
preferences. For centuries, researchers have been trying to understand these labour forces, yet 
concrete findings on best practice have not been found. In this dissertation, I study low-skilled 
migrant workers from Myanmar in Thailand, by [1] taking into consideration a low-skilled worker’s 
needs (Maslow’s hierarchy of needs), [2] identify the job environment that can facilitate and motivate 
job satisfaction most effectively (Herzberg’s twofactor theory, Hackman & Oldham’s job 
characteristics model), and [3] understand the factors that affect employees’ organizational 
commitment level (Meyer & Allen’s organizational commitment theory) and turnover intention in 
low-skilled workers. The study variables for this dissertation 
include workers’ needs, employees’ job satisfaction level, the facets of job satisfaction, job 
characteristics, life satisfaction, organizational commitment, and turnover intention. 
 
The main purpose of this study is to reaffirm the aptness of the aforementioned well-known 
motivation theories in the case of low-skilled workers. This is not only to verify the universal 
implication of the theories – whether or not low-skilled and skilled workers would act and feel the 
same, as proposed by the theories – but also to identify suitable strategies tailored especially to 
satisfying the low-skilled workers’ unique characteristics. 
 
Many low-skilled migrant workers, especially from neighbouring countries, now occupy low-skilled 
jobs in Thailand. With Thailand’s continued economic development and an increase in the 
population’s overall literacy ratio, a shortage of low-skilled labour has become a major issue of 
concern for Thailand labour-intensive industries. Local Thais are no longer interested in joining the 
factory floor to undertake operational jobs and are move towards more rewarding occupations either 
in the services industry or starting their own venture business, especially in the food sector. The 
presence of migrant workers in Thailand is not a surprising phenomenon and many studies have 
revealed that migrant workers are beneficial and make a significant contribution to the Thai economy. 
The majority of migrant workers in Thailand are from Myanmar. The Thailand Development Research 
Institute’s (TDRI) final report on the demand for 
migrant workers in Thailand, published in 2007, showed that the fish industry has the highest demand 
for migrant workers. In this dissertation, to propose recommended strategies for managing low-skilled 
workers, the research sample chosen comprises low-skilled migrant workers from Myanmar in the 
Thai seafood processing industry. 
 
Data were collected through 400 questionnaires from 13 randomly selected factories and 12 
semi-structured interview sessions. The questionnaires were analysed using the Statistical Package 
for Social Sciences (SPSS) and structural equation modelling in the AMOS program. The analyses 
were repeated several times to ensure the reliability and validity of the results. 
 
The results of the study show support for Maslow’s hierarchy of needs in the case of low-skilled 
Myanmar workers in Thailand. Low-skilled workers in Thailand value needs in step with Maslow’s 
(1943) proposal. Physiological needs are the most important for low-skilled workers. 
However, one point that contradicts Maslow’s assumption is that low-level needs do not diminish in 
importance even when they are met. Another interesting aspect in relation to Maslow’s ranking is 
that low-skilled workers value self-accomplishment more than the need to belong to a 
team/group/society. 
 
In terms of Herzberg’s (1959) two-factor theory, the results show that Myanmar workers in Thailand 
are mostly satisfied with pay and promotion, but least satisfied with the fringe benefits and 
recognition. An important finding here is that for low-skilled workers motivator factors are regarded 
in the same way as hygiene factors in that they do not stimulate satisfaction, but are demotivating 
when not present in the workplace. This is of significance for companies, as employers should take 
into consideration motivator factors, offering fringe benefits and ensuring recognition to prevent 
dissatisfaction among their low-skilled workers. 
 
Analysis of Hackman and Oldham’s (1980) job characteristics model shows that employees rate their 
job value at the lower end of the spectrum – 2 out of 7. Furthermore, the results suggest that 
low-skilled employees would gain satisfaction if they were offered a greater variety of skills. This 
indicates a positive attitude on the part of employees in relation to taking on and learning new skills 
which could be beneficial to both parties: the company and the employees themselves. 
 
Organizational commitment, measured based on Meyer and Allen’s (1991, 1997) model, suggests that 
low-skilled workers’ allegiance to the company is based primarily on affective commitment, followed 
by normative commitment and then continuance commitment. This result provides additional 
evidentiary support for previous research in that even though these low-skilled workers are mostly 
part-time employees, continuance commitment is not the main driving force for them to stay. 
Commitment is based on emotional ties even for low-skilled workers. Organizational commitment in 
this research is tied to need satisfaction and turnover intention, but has no significant relationship 
with job satisfaction and job characteristics. 
 
To examine the retention of employees, turnover intention and factors that might have an impact on 
turnover were measured. This analysis reveals that for low-skilled Myanmar workers in Thailand, 
need satisfaction is the only factor that has a significant relationship with turnover intention. Other 
factors, such as job satisfaction, facets of job satisfaction, job characteristics and organizational 
commitment exhibit no correlation with turnover intention. For low-skilled workers, needs remain the 
most important factors and they will leave an organization which cannot or does not fulfil their needs. 
 
Demographic variation plays a significant role in influencing employee attitudes. In this research, 
aspects of respondents’ demographic background – gender, age, marital status, employment position, 
education level, length of service in current factory, total length of stay in Thailand – were assessed 
to establish whether demographic variation would have an effect on employees’ attitudes. The results 
reveal that those who are older, hold a full-time position, have no educational background and have 
spent a longer time in the factory and in Thailand are more satisfied than the younger group with a 
part-time position who have spent less time in both the current factory and in Thailand. It is worth 
noting that age and marital status do not show an impact on respondents’ attitudes. 
 
Taking into account the results, the “MYANMAR” concept is proposed as a guideline for companies 
to consider and implement in order to match their strategies to what is most wanted by the 
low-skilled Myanmar workers in Thailand. MYANMAR is an acronym for money, yearly 
evaluation, additional benefits, nurturing individual performance, maintaining need satisfaction, 
accumulating skills, and recognition, reward and reinforcement. 
 
This dissertation presents new empirical findings in the academically sparse area of low-skilled labour 
management. The results of this study provide additional evidence in support of existing literature, as 
well as evidence in contradiction of current theories. Through understanding the 
factors influencing the level of need satisfaction, job satisfaction, organizational commitment and 
turnover intention in low-skilled workers, employers and society can attempt to create a favourable 
and challenging job environment that can satisfy, motivate and retain this unique group of workers 
more effectively and efficiently. 
 
論 文 審 査 結 果 の 要 旨 
 
 本論文は、非熟練労働者の動機づけに関して、タイの水産加工業における、ミャンマーからの非
熟練移民労働者に焦点を当て、これまでの動機づけ理論や組織コミットメントの視点から、その有効性
について実証研究を行なうことを目的としている。 
タイの産業には多数の移民労働者が従事しており、特に主要産業である水産加工業は、ミャンマー
からの非熟練移民労働者で成り立っている。彼らの欲求満足、職務満足、生活に対する満足と、組織
コミットメントや離職意向との関係を明らかにすることで、企業が非熟練労働者をどのように動機づけて
定着率を維持できるか、どのような人事管理上の戦略をとればよいか、といった示唆を導出することを
目指している。 
マズローの5段階欲求理論、ハーズバーグの二要因理論、ハックマン・オルダムの職務特性モデル、
マイヤー・アレンの組織コミットメント理論といった、動機づけに関する主要な理論や先行研究をふまえ
て、これらの理論が、熟練労働者だけではなく、非熟練労働者についても適用できるかどうか、非熟練
労働者の特徴にあった効果的な戦略について探った。タイの水産加工業13社に勤務する400名（回
答者数）の非熟練労働者に対してアンケート調査を実施し、統計分析を行なった。 
分析の結果や考察をふまえて、賃金、年次評価、福利厚生の充実、個人業績の醸成、ニーズ満足
の維持、スキルアップ、認知・表彰など、企業に対する実践的な人材管理の施策を提案した。学術的
には、非熟練労働者のマネジメントに焦点を当て、既存研究の結果と相矛盾する調査結果を得たこと
で、ますますグローバル化し、移民労働者、非熟練労働者が産業の大きな担い手となっていく中で、
人材管理における動機づけ理論や組織コミットメント理論に新たな視点を提供した意義があると考えら
れる。よって、博士（経営学）の学位請求論文としての審査は合格である。 
 
